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Changes are needed in the Army's family policy to help retain quality soldiers during these times 

of high OPTEMPO and constrained training budgets. The option of a one-year, unpaid leave of 

absence would benefit the Army, its soldiers and their families. First, the Army would benefit 

because it would retain more trained, experienced, career soldiers who might otherwise leave the 

service. Better retention would ease the requirement to recruit and train additional soldiers. A 

one-year leave of absence would help maintain unit readiness because a deployable replacement 

could be programmed from the USAR to fill the unit vacancy. Filling the unit vacancy from the 

Army Reserve would assist in the "cultural integration" of the Active and Reserve Components 

while at the same time providing additional training for a Reserve Component soldier—a step 

toward Secretary of Defense Cohen's goal of a "seamless Total Force." Giving parents the 

option to stay home with their newborns for the first year would help soldiers balance career and 

family responsibilities, resulting in increased job satisfaction and, therefore, increased retention. 
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PARENTAL LEAVE OF ABSENCE: TIME FOR THE NEXT STEP 

The number one readiness issue [is] PEOPLE...Increasing PERSTEMPO 
adversely affects morale, retention, and readiness! 

—LTG Thomas N. Burnette1 

One of the most significant challenges the Army will face of the next century is 

maintaining a qualified force, ready to deploy at a moment's notice. Since the Gulf War, units 

that have spent extensive time deployed have enjoyed very high rates of reenlistment. However, 

senior leaders fear that long family separations caused by repeated deployments may drive our 

most talented soldiers out of the Army, as during the Vietnam era. Since the drawdown began in 

1989, the Army has faced a growing challenge keeping its units manned, trained, and ready. 

Today's "typical soldier" is not the same as he or she was 20 or even 10 years ago—more 

soldiers are married, have children, are female, and are married to other soldiers than ever before. 

This means that the Army will have a more difficult time maintaining unit readiness as more and 

more soldiers are faced with family choices which pit career needs against family needs. 

At the same time, challenges today and through the 21st Century require the leaner Army 

to attract high quality soldiers, to retain them for a full career to maximize the service's training 

investment, and to fully integrate the Reserve Components into a "seamless force." This study 

will outline the need for a change in Army family policy. First, this study will examine current 

perspectives and tomorrow's challenges, then outline the advantages for the Army and individual 

soldiers. Finally, this study will propose specific program criteria for granting soldiers the option 

of a one-year unpaid leave of absence for the care of newborn children and compare them to 

program criteria in other services and armies. Recognizing and addressing the family needs of 



today's soldier will assist the Army in maintaining a highly-trained experienced total force capable 

of deploying worldwide when national interests demand it. 

PERSPECTIVE 

OPTEMPO/PERSTEMPO 

Today's Army is different in many ways from the Army of the 1970s or 80s. First of all, it 

is busier than ever. As the nation enacts its revised National Security Strategy of global 

engagement, the Army must respond with continued deployments to "shape the international 

environment" and "respond to the full spectrum of crises."2 Between 1986 and 1997, this strategy 

has led to increased participation in peacekeeping, humanitarian, and similar operations, resulting 

in a 16-fold increase in deployments, the highest Army operations tempo (OPTEMPO) since the 

Vietnam War.3 In addition to the over 100,000 soldiers normally stationed overseas, in 1997 an 

average of 33,152 active component soldiers were deployed away from home station each day. 

And there is no end in sight. As the OPTEMPO increases in a smaller Army, the 

personnel tempo (PERSTEMPO), or amount of time each individual soldier spends deployed 

away from home station, increases as well. In 1996 Army PERSTEMPO reached the highest 

peacetime level in history, averaging 159 soldier-days per year across the operating force.4 

This 69 percent increase in unit deployments since 1991, concurrent with a 24 percent 

decrease in end strength over the same period, has increased senior leaders' concern that the 

dramatically rising Army PERSTEMPO adversely affects morale, retention, and readiness.5 

Secretary of Defense William Cohen acknowledged this very danger in his 1997 Annual Report to 

the President and Congress: 



As participation in contingency operations becomes standard, units and personnel 
are increasingly deployed for extended periods on a recurring basis. These 
deployments have numerous effects on readiness...Extended deployments 
adversely affect morale and quality of life for the deployed personnel. This can 
affect both mission performance and retention rates."6 

Maintaining a force in which every soldier is available for worldwide assignment at all 

times is therefore more important than ever. The Army must ensure that time away from home 

station is shared fairly by all soldiers, that all do their part. At the same time, soldiers must be 

able to care for their families. Increased time away from home station has become an important 

concern of all soldiers, but most of all to Army men and women with young children. 

Today's Soldier 

Also, the people in the Army are changing. Men's and women's family and work 

expectations have become increasingly similar in the second half of the 20th century. Many 

women, like men, now marry, have children and also have careers. The fact that more military 

women are embarking upon a career with raising a family reflects a set of changing perceptions of 

family and work roles within the society as a whole. Abolishment of the draft and the creation of 

the All-Volunteer Force opened more opportunities for women in the Army. As a result, women 

make up a larger percentage of the Army today than ever before—14.6 percent. 

Percerit^jtfJfti                          ; ^xi^-i^^ii^^^:: 

1948-1972 1973 1980 1983 1993 1994 1995 1996 1997 

1-1.9% 2.6% 8.9% 9.8% 12.6% 12.9 13.3 14.2 14.6 

Women's'Army 
Corps Established 

Aviation 
Training 

Career 
Fields 
Opened 

Direct 
Combat 
Probability 
Coding 
Established 

Combat 
Aviation 
Opened 

Risk Rule 
Rescinded 

Increased 
Opportunities 

FIGURE 1 PERCENTAGE OF WOMEN IN THE ARMY 



The bottom line is that more soldiers than ever are marrying and having families—and 

more soldiers are marrying each other. Today, 63 percent of soldiers are married,9 compared to 

54 percent in 1986,10 and 56 percent in the general population.11 Of married soldiers, 13,500 (8.5 

percent of the Army) are dual-Army couples, and 3.9 percent of soldiers are single parents.12 

Percentage of Married Soldiers 1996 

Male Female Total 

Officer 80% 58% 77% 

Enlisted 63% 47% 61% 

Total 77% 61% 63% 

FIGURE 2 PERCENTAGE OF MARRIED SOLDIERS (30 SEPTEMBER 1996)13 

Dual Army Marriages 1996 
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These trends indicate that more Army men and women are marrying and raising families, 

while serving in a smaller force that is deploying in peacetime at higher rates than ever before. 

The inescapable result is that soldiers spend more time separated from their families. Many of 

these soldiers are deciding to leave the service, choosing not to face repeated, long separations. 

Others are separated involuntarily because they cannot find suitable care for their children, as 

required in Army regulations. Army Command Policy (Army Regulation 600-20) requires all 

soldiers who have children under the age of 18 years and who are either single or part of a dual- 

service couple, to submit a written, working Family Care Plan. The plan identifies who will have 

temporary or long-term guardianship of their children should the parent be deployed or mobilized; 

it likewise provides the legal authorizations necessary to do so. Family Care Plans are an essential 

part of military readiness. Failure to submit a working plan within a reasonable time is grounds 

for involuntary separation. 

Army Chief of Staff General Dennis Reimer expressed his concern about the impact that 

increased deployments and family separations will have on Army readiness: 

I'm getting very concerned about the negative impact of back-to-back 
deployments.. .My overriding long-term concern is that we will burn [the soldiers 
who are being frequently deployed] out. What I am most concerned about is 
losing those high-quality people with experience and outstanding records. I think 
we're putting a lot of demands on the middle-grade officers, senior non- 
commissioned officers and the middle-grade NCOs, and those are the ones we've 
really got to be careful on. So we've got the dipstick in there to make sure we're 
not losing too many of those."17 

High-Tech Army—High-Tech Society 

Finally, the Army of the "Information Age" has become increasingly more technically 

oriented. The kinds of skills that are needed today require lengthy and expensive training and 



years of experience to perfect. For example, Army helicopter pilots attend a 32-week Initial Entry 

Rotary Wing Course at a cost of $200,544 per student.18 Later, each pilot transitions to a more 

sophisticated aircraft, such as the Apache (12 weeks, $241,115), Blackhawk (6 V2 weeks, 

$76,901), or Kiowa Warrior (11 weeks, $188,438). After initial training, these new pilots need 

many flying hours to hone their skills and become proficient. While the Army continues to invest 

in high-tech training, civilian industry provides a constant lure to trained soldiers tired of repeated, 

lengthy family separations. To make matters worse, the currently healthy economy, the smaller 

pool of qualified applicants, and the competition with other services for qualified individuals make 

finding replacements for skilled soldiers who leave the service more difficult and costly than ever. 

To recruit one soldier, sailor, airman, or marine today costs the Department of Defense more than 

$7,000—to say nothing of the costs of basic training, advanced individual training, and other 

schooling.19 

CHALLENGES FOR THE NEXT CENTURY 

One of the most significant strategic challenges the Army faces in the next century will be 

the maintenance of a qualified force of trained, experienced soldiers and leaders. As MG Leon J. 

LaPorte, the Assistant Deputy Chief of Staff for Operations and Plans, put it: 

The readiness challenges [are to] attract and retain quality people, recruit and 
retain shortage MOSs, manage PERSTEMPO, [and] reduce the number of 
personnel in non-deployable status."20 

The Army must accomplish all this despite a smaller recruiting and training budget, 

increased competition from industry for higher quality people, higher training costs, more 

deployments, and a higher percentage of soldiers with families. Last year's recruiting statistics 

offer proof that the Army is struggling to meet its annual need for 80,000 recruits a year. Despite 



downsizing, the Army last year had to reduce its goals by 7,000 recruits and lower standards in 

order to meet its recruiting objective. Up to 10% of recruits admitted were high school dropouts, 

twice the previous year's rate.21   The message is clear: the Army must do more to retain the 

quality people it has. It is becoming increasingly difficult and costly to replace them. 

Retain the Family 

A perceptive observer once said "you recruit the individual, but you retain the family." 

This statement acknowledges the fact that once an individual is on board, decisions to reenlist or 

leave the Army are based on two essential factors: job satisfaction and quality of life. With so 

many soldiers now married, family attitudes count even more heavily in career decisions for a 

larger segment of the Army. Because quality of life is so important to soldiers in making that 

crucial decision to remain in the Army, improvements in this area can effectively encourage highly 

qualified and technically proficient soldiers to reenlist, despite tempting offers from civilian 

industry. 

One way to approach this challenge is to develop new policies realistically addressing the 

new set of conditions in today's Army—policies that will provide soldiers more flexibility and 

choice in taking care of their family responsibilities despite the heavy deployment schedule which 

will continue into the foreseeable future. One option worthy of consideration is a one-year leave 

of absence for new parents. Properly designed, such a program could provide many advantages 

for both the Army and for soldier-parents of newborn children. 

Gulf War Provides Focus 

The Gulf War was the first major conflict to surface childcare issues in the 

demographically-changed Army. According to the Washington Post the Gulf War left children 



from 16,300 single parents and 1,200 military couples without the "the single parent who usually 

cares for them or without both parents."22 These numbers so alarmed the American public that 

Congress established a bipartisan commission to determine the "effect policies on assignment of 

servicewomen have upon military families, children, and the larger American society."23 

The Commission made several recommendations to the Department of Defense, most of 

which have not been adopted. Among other policies, the Commission recommended that one 

parent of a dual-service couple be involuntarily separated from the service; that single parents be 

precluded from deployment; that single parents with children up to two years of age be assigned 

to nondeployable positions or be discharged, with the opportunity to re-enter the Service without 

loss of rank or position when their children reached a certain age.24 While these recommendations 

were meant to correct the "Gulf Orphan" problem, implementing them would have clearly 

hampered the Army's ability to maintain sufficient deployable, trained soldiers. The policies 

would also have been unfair to soldiers without children and would have negatively impacted 

peacetime careers. For example, reassigning soldiers with family responsibilities to nondeploying 

units would give them an advantage over single soldiers, many of whom already feel 

"disadvantage^' by the Army's system of taking care of families—more pay for having 

dependents, family housing, and other benefits. 

In addition, individual members of Congress sought on their own to bring about policy 

changes to solve the "Gulf Orphan" problem. One of the most favorable outcomes for both 

military mothers and their newborns occurred in August 1991, when Congress directed that the 

Defense Department defer military mothers from assignments necessitating separation from their 

infants until four months after the birth of a child.25 



Other proposed legislation, although well intentioned, did not pass. Congresswoman . 

Barbara Boxer of California offered legislation to prevent both of a child's parents from being 

sent to a war zone. Her Military Orphans Prevention Act would have given DOD discretion to 

exempt one parent, at the request of the military couple, from serving in a combat zone. 

However, such a policy could create severe career implications for single parents, particularly 

women, because, as the National Women's Law Center pointed out, "decisions regarding 

enlistment, training, and promotions rest on the individual's ability to perform during wartime."26 

Although there are more male single parents in the Army, a larger percentage of women are single 

parents. Therefore, in addition to making women's fight to succeed in the military even harder, 

such a provision would have been a nightmare for the readiness and availability rates in units 

where women serve in great numbers, such as combat service support units. 

ARMY LEAVE OF ABSENCE PROGRAM 

With all these forces at play, the time has come for the Army to update its family policy to 

ease the stress of increased OPTEMPO to help retain more families. The Army needs a program 

that will allow career officer and enlisted parents the option of taking a one-year unpaid leave of 

absence upon the birth or adoption of a newborn child. To fill the gap and promote the Total 

Army concept, the US AR would provide an active duty replacement for the soldier. At the end of 

the leave of absence, the soldier-parents would be allowed to return to uniform with no loss of 

seniority. 

A one-year leave of absence would provide benefits for both the Army and the individual 

soldier. The major advantages of such a program for the Army are increased readiness, retention 

of quality soldiers, and improved USAR training and integration. The major advantages for 



parents are flexibility and choice. The soldier would benefit from the opportunity to care for his 

or her family without the constant worry of family separation. Through this option, the Army can 

help parents achieve balance between their Army careers and their family responsibilities. This 

greater flexibility could well mean the difference between retaining a quality soldier, or having to 

recruit and train his or her replacement. 

ARMY ADVANTAGES 

Unit Readiness 

Of all the advantages of a leave of absence program the most important is improved 

military readiness. A one-year parental leave of absence would be of sufficient duration to enable 

the Army to provide a replacement from the Army Reserve, something not possible today. The 

Reserve Component replacement would maintain unit readiness, while the Active 

Component/Reserve Component integration would likewise produce a better-trained Reservist 

with more active-Army experience. 

Subsequent to Operation Desert Storm, policy was initiated to prevent the deployment of 

women who have recently given birth until four months after the child's birth.27 However, none 

of the services has a policy today which requires the replacement of women in deployable units. 

Under current policy, these soldiers are replaced only when their units are actually required to 

deploy, forcing units to deploy with a last-minute replacement who has not trained with the unit. 

At best, this make-do policy is risky; at worst, it severely detracts from readiness. 

Seamless Total Force 

Assignment of a Reserve Component volunteer to a one-year active tour to replace a 

soldier on parental leave would solve this problem. The replacement could be programmed 

10 



immediately upon approval of the application for parental leave. Besides creating a "win-win" 

situation for all concerned, this solution fits well into Secretary of Defense William Cohen's goal 

for Reserve and Active Component integration. In a September 1997 letter to senior Defense 

Department leaders, Secretary Cohen emphasized the military's increasing reliance on the Reserve 

Components since the end of the Cold War. He asked senior defense leaders to work together to 

achieve a "seamless Total Force" in order to 

create an environment that eliminates all residual barriers—structural and 
cultural—for effective integration within our Total Force. ...Our goal, as we move 
into the 21st century, must be a seamless Total Force that provides the National 
Command Authorities the flexibility and interoperability necessary for the full 
range of military operations. .. .We must continue to work towards the principles 
of Total Force and achieve full integration of the Reserve and Active 

28 components. 

There is considerable enthusiasm for using Reserve Component soldiers and officers to 

replace those on extended leave of absence. Brigadier General Gary C. Wattnem, USAR, 

Commander, 3d Corps Support Command (CONUS), noted RC support for such a policy: 

There are soldiers out there in the Reserve Components that have both the time 
and the talent for just this kind of mission. In fact, we do this already to support 
the Active Component. If we use the proper channels—through the US ARC and 
FORSCOM—[PERSCOM] can put out the job-specific mission, so that we can 
get to the talent in the [Troop Program Units] TPUs as well. It would benefit both 
Components.29 

Recently, the Office of the Chief, Army Reserve, announced that it is exploring a similar 

concept. Called Reserve Associate Support Program (RASP), the program would place Army 

Reserve soldiers in active Army units facing shortages in specific skill areas. Following two years 

of active duty, the Reserve soldier would return fully trained to his or her unit, benefitting both 

components.30 
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SOLDIER ADVANTAGES 

A Soldier-Mother's Story 

Consider the case of a new soldier-mother who would be the most likely parent to take 

advantage of parental leave. After six weeks postpartum convalescent leave, the mother must find 

suitable daily childcare with hours compatible with her military duties, including early morning 

physical fitness training formations and similar obligations. Most institutional caregivers will not 

accept children under the age of 10 weeks, which complicates her task. 

In addition, the Surgeon General and other health care specialists are encouraging mothers 

to breastfeed their babies for the health and wellbeing of both mother and child.31 The American 

Academy of Pediatrics recently published a report strongly recommending that mothers begin 

breastfeeding within one hour of the baby's birth and continue 8 to 12 times a day for 12 

months—quite a challenge for any mother, working or not.32 Scheduling time to nurse while fully 

engaged in an Army career is as difficult to maintain over time as it is critical to the health of the 

newborn. The soldier-mother's constant worry is that she might be required to go on temporary 

duty or field duty, or deploy. 

She faces other challenges as well. The new soldier-mother must learn to care for her 

child, most often without the support of close family and relatives because of geographical 

separation. The new mother must also meet military weight and fitness standards once her 

pregnancy is over. She must be able to pass the Army Physical Fitness Test (APFT) and meet 

Army Screening Table Weight standards within 135 days after termination of pregnancy.33 

Current Army policy stipulates that a soldier is nondeployable during pregnancy and for four 

months following the birth of her baby. This means that by her child's fifth month, she must have 

12 



lost any excess weight gained in pregnancy and returned to normal fitness standards. In addition 

to her daytime caregiver, she must also have made arrangements for full-time childcare, in the 

event she has to deploy. 

Career or Family? 

The one-year leave of absence to care for a newborn child would ease many of the 

challenges the new mother faces while providing advantages to the Army as well. The leave of 

absence would protect a mother's Army career by allowing her uninterrupted time to recover 

from pregnancy and care for and nurture the newborn without the worry of deployments. It 

would resolve the issue of finding suitable care for a newborn child. In addition, this program 

would encourage senior, highly trained and experienced soldiers to stay in the service, rather than 

force them to sacrifice their careers to raise a family properly. 

The highly publicized case of Lieutenant Emma Cuevas, the Army Black Hawk helicopter 

pilot who sued to get more time off work to breast-feed her infant daughter, is a case in point. 

Some soldiers are demonstrating a willingness to give up an entire career to spend the first 

formative months or years with their child.34 When the Army has spent hundreds of thousands of 

dollars to train a pilot—in addition to training received at the Military Academy at West Point or 

through ROTC—service leaders expect and deserve a reasonable return on investment. 

Lieutenant Cuevas ended up leaving the Army. Had she had the option of a one-year leave of 

absence, perhaps her situation might have turned out differently, to the advantage of both the 

Army and the officer. 

13 



PROGRAM OUTLINE 

Proposed Eligibility Criteria 

A parental leave program must be carefully designed to ensure that it serves the needs of 

the Army as well as its soldiers. A pilot program might be designed based on the following 

criteria. 

The leave of absence option should be offered only to soldiers on a second or subsequent 

enlistment—an indication of the soldier-parent's long-term commitment to a career in the service. 

First-term soldiers attrit at a high rate—last year approximately 37 percent of soldiers did not 

complete their first enlistment. Moreover, during the first term, the Army has not yet made a 

sizeable training investment in the soldier beyond Basic and Advanced Individual Training. 

Although a case may be made for restricting a "maternity" leave of absence to women, 

such a program could and should apply to either parent. Both the Army and society have changed 

since 1974 when former Director of the Women's Army Corps, BG Mildred C. Baily, stated: 

No matter what you say about equal opportunity, you cannot deal with the 
situation of an expectant father and an expectant mother in the same way. 
Mothers have a role in child rearing that is different from fathers and we have to 
think about the effect this has on mission readiness and our ability to be available 
for worldwide assignment.35 

Indeed, there are obvious physical and cultural differences between men and women that 

are recognized and accommodated by Army regulations. For example, women can be separated 

for pregnancy, can wear earrings, use umbrellas, and have different standards of physical fitness. 

These regulations—and the obvious fact that only women have babies—could provide a 

reasonable precedent to support a "women only" program. However, in today's world—and 

today's Army—offering a "special benefit" to women would appear to unfairly advantage them 

14 



over male soldiers. This would be tough to sell to Army policymakers who want to keep the 

playing field as level as feasible. 

So why shouldn't the program apply equally to men? Some would argue that because the 

number of men deploying is greater, their impact on the Army is greater. Therefore, supporting 

such a program equally might not be feasible. However, the intent of the program is to improve 

readiness and to provide more choice for ajl_soldiers with children so that they will choose to stay 

in the Army. The issue is to balance not just today's needs, but tomorrow's as well. If taking one 

year off at no pay to care for a child is what a soldier is willing to do, then the Army should 

support it. 

Men today participate more in the upbringing of their children than ever before. In this 

overwhelmingly male Army, the largest number single parents are men. In addition, a leave of 

absence taken by the soldier-father in a dual-military couple would allow parents the option of 

selecting which parent's career to support and which to place on hold. Dual-military couples 

already make that choice when working out joint domicile assignments. The soldier-mother 

would therefore have an equal opportunity to focus on her career, confident that her newborn 

child would be cared for by a loving parent who is not subject to military deployment or field 

duty. Availability of quality childcare is a current national issue. Parents are justifiably concerned 

about leaving their children in the care of strangers. The soldier-father should be afforded the 

same opportunity to care for his infant. 

Approval of a request for extended leave of absence should be based on the needs of the 

Army. Short-term needs for a critical specialty must be balanced against long-term needs for the 

soldier's particular expertise. For example, immediate needs for those in critically short 
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specialties requiring long training times, such as language specialties, should be balanced against 

the continuing need for that specialty next year and the year after. A pilot program should target 

the career fields with the biggest long-term retention challenges and the highest training costs. 

Balancing short- and long-term needs also means that soldiers who are candidates for 

separation (including retirement-eligible personnel) should not be eligible, since they could not be 

counted on to return to duty after their leave was concluded. Army leaders must study personnel 

trends to determine which categories of soldiers with an active duty service obligation, other than 

a reenlistment contract, would qualify. Policy decisions involving those who owe the Army time 

for training, tuition assistance, promotion, or other reasons must be carefully studied and weighed 

before the policy is finalized. 

Current Time on Station requirements for PCS should apply. Upon return to active duty, 

soldiers would be considered for assignment consistent with the needs of the Army and reassigned 

through the regular assignment process. This would ensure continued focus on the changing 

needs of the Army. 

Limits should be placed on the number of times a soldier could make use of the program 

in a career—at least until the Army has had time to study the effects of a one-year absence. 

Allowing unlimited use of extended leaves of absence would cause soldiers to miss out on training 

and experience, so skills would degrade. Further, parental leave could be perceived as a device to 

avoid "undesirable" unit assignments. After a trial period, the results of the program should be 

analyzed to determine if longer or repetitive leaves could be allowed. 

Tracking and accounting for soldiers in this new category is critical to effective personnel 

management. Transferring program participants to the Standby Reserve for administrative and 
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accounting purposes would ensure that the soldier can fulfill the intent of the leave of absence, but 

remain subject to recall to active duty only in the most extreme national emergency—full 

mobilization. 

Program Costs 

Costs for a leave of absence program would be relatively low. The leave would be unpaid. 

The time would be considered "neutral:" it would not count for pay purposes, retirement, time in 

grade, or time in service. The soldier would leave, then return to where he or she had left off one 

year earlier. The soldier would be transferred to the Standby Reserve for accounting purposes 

and would therefore receive no medical benefits or other privileges not available to members of 

the Standby Reserve. Close coordination with the Army Personnel Command and the Total Army 

Personnel Command would be required to maintain accountability. 

Because an Active Component soldier would be transferred from active status to the 

Standby Reserve, and an Army Reserve soldier of equivalent grade and specialty brought onto 

Active Duty, the military pay costs would be neutral. Each Army Reserve volunteer would also 

be authorized a Permanent Change of Station (PCS) move upon activation and one upon 

returning to Reserve status at the end of the tour of duty. The average cost of a CONUS-to- 

CONUS PCS move is $9,135 for an officer and $5,185 for an enlisted soldier.36 

Permanent Change of Station could be handled one of two ways for Active Component 

parents. These soldiers could be required to return to active duty at the same installation, and 

therefore not require a move. However, upon separation to the Standby Reserve, the soldier- 

parent could receive reassignment orders to their subsequent duty station. The soldier could 
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move at any time during the year to the next duty station. Either way, the costs would be the 

same as they would have been without the leave of absence. 

Likely Participants 

Since the proposed leave of absence is unpaid, soldiers most likely to take advantage of 

the program would be those with a military spouse. Soldiers married to another soldier would 

continue to be financially supported by and considered a "family member" of their military spouse. 

Based on their status as family members, they would continue to receive housing as well as 

medical, commissary, and other benefits entitled to civilian spouses. For this group, transition 

would consist of getting a new ID card, DEERS and TRICARE enrollment, and becoming a 

member of the Standby Reserve. 

Soldiers with civilian spouses would be the next most likely to take advantage of such a 

program. If the soldier and civilian or military spouse have been geographically separated, the 

soldier could take advantage of the leave of absence to work with his or her assignment branch to 

obtain an assignment close to the spouse's location. 

Junior-grade enlisted soldiers and junior noncommissioned officers who qualify (second or 

subsequent enlistment) would be least likely to be able to afford a year without pay. Single 

parents in particular could ill afford a year off, so they would be less likely to use such a program. 

PRECEDENTS 

Allies 

Offering an extended leave of absence to enable military parents to care for newborn 

children is not a totally new idea. Several of our closest allies provide similar programs for 

military fathers and mothers. Spain, Canada, Britain, and the Czech Republic, for example, all 
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offer generous programs for soldier-parents of newborn children.37 Within the Department of 

Defense and Department of Transportation, there are also two similar programs, the program 

offered to cadets at the U.S. Military Academy at West Point, and the U.S. Coast Guard's Care 

for Newborn Children Program (CNC). 

West Point 

For many years the U.S. Military Academy at West Point has had a policy that supports 

unpaid leave of absence for pregnant cadets. The Military Academy recognizes that "the rigors of 

the Academic, Military, and Physical Programs in the cadet environment are incompatible with the 

demands of pregnancy or parenting."38 The policy offers the choice of unqualified resignation or 

medical leave without pay for a period of up to one year, after which time "she will be reinstated 

to an appropriate Class."39 Since the cadet may resume her training where she left off, such a 

policy safeguards the Army's investment in the individual while enabling the individual to realize 

her commitment to the Army as a future career. Although there is no "readiness issue" here, both 

the Army and the individual win. 

U.S. Coast Guard 

A model program can be found in the U.S. Coast Guard. In response to a Women in the 

Coast Guard Study Group recommendation, in 1994 the Coast Guard began allowing officer and 

enlisted parents to take an unpaid leave of absence for up to two years upon the birth or legal 

adoption of a newborn child. The leave must begin within 12 months of the birth of the child and 

may extend up to 24 months and applies to either parent. At the end of the absence, individuals 

may return to uniform with no loss of seniority. The Coast Guard Personnel Manual declares that 
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the Care for Newborn Children Program offers "flexibility and choice," which are indeed its two 

major advantages.40 

The Care for Newborn Children Program is designed to consider both the needs of the 

service and the individual. While either parent or both may take advantage of the program, 

approval is based on the needs of the service and the individual's service record. Coast Guard 

members in shortage specialties, for example, may be disapproved, along with those with an 

active duty service obligation. Coast Guard members on CNC leave are not replaced in their 

units, however. 

ft «SI Coastguard 
Care far Newborn Children Program 

Participants By (hade 

fir^P Malo Fpm^l» Tn^l 

FT n 1 1 

E4 37 32 69 

E5 33 37 70 

E6 10 10 20 

E7 0 1 1 

(\7 n 1 1 

03 2 14 16 

04 2 4 6 

05 0 1 1 

Total S4 101 -JfiS 

FIGURE 5 COAST GUARD PARTICIPANTS BY GRADE AND GENDER
41 

Although relatively new, the Coast Guard considers their program a success. In 1996, 48 

of those scheduled to return to active duty actually did so, for an overall rate of return of 76 

percent. As of March 1997, there were 149 participants in the program. Of the 77 who were 
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expected to return to duty, 52 actually did so, for an overall return rate of 68 percent. Coast 

Guard officials anticipate that the rate will stabilize between 60 and 70 percent.42 

The Commandant of the Coast Guard is currently considering expanding the CNC 

program. Changes under consideration would remove the restriction of the leave of absence to 

the care of only newborn children (up to 12 months old). Lifting this restriction would allow 

active career Coast Guard (over four years service) to take leaves of up to two years to care for a 

child, regardless of the child's age. For example, a parent could request a leave of absence to care 

for a child involved in an automobile accident and requiring extended, round-the-clock care.43 

US, Coast Gfa&4*$ Core for Newfam ChMtm (CNC) 
Program Results 1996 

Program 
Participants 

Expected to 
Return to Duty 

Returned to 
Duty 

Percent 
Returned 

Men 50 20 18 90 
Women 81 43 30 70 
Total 131 63 48 76 

FIGURE 6 CARE FOR NEWBORN CHILDREN PROGRAM RESULTS 1996 

US. C(mt Gtt&rd's Care for Nmotom CkÜäten (CNQ 
Pwgrtm Mem&s 1997 

Program 
Participants 

Expected to 
Return to Duty 

Returned to 
Duty 

Percent 
Returned 

Men 63 29 20 69 
Women 86 48 32 67 
Total 149 77 52 68 

„44 
FIGURE 7 CARE FOR NEWBORN CHILDREN PROGRAM RESULTS 1997 

Of thel85 Coast Guard members who have taken advantage of the CNC program, 45 

percent were men and 54 percent were women, despite the fact that women represent only 9.3 

percent of the US Coast Guard. Officers represented 12.9 percent of participants, with enlisted 
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members making up the other 87 percent. The 161 enlisted participants were equally divided 

between men and women (80/81). Only four of the 24 officer participants were male. Female 

officers made up 12.9 percent of the participants and were five times as likely as officers to take 

advantage of the program (20 of 24). These results are consistent with expectations based on the 

traditional role of women in child rearing in our society and can be expected to apply to a similar 

program within the Army. 

\Je« Women  .fatal       
-Male;, 
rStringth 

%of 
USCG Mmi 

Total 
Strength 

ÜBÜÄI 6,401 92.0 560 8.0 6,961 20.5 
CMC 4 2.1 20 10.8 24 12.9 
Enlisted 24,375 90.3 2,607 9.7 26,982 79.5 

r<mm.;, 80 43.2 81 43.8 161 87.0 
lllllllll 30,776 90.6 3,167 9.3 33,943 100 
iüiiiii 84 45.4 101 54.6 185 .100 

FIGURE 8 ANALYSIS OF U.S. COAST GUARD PARTICIPATION IN CNC PROGRAM 199745 

THE NEXT STEP 

Personnel readiness depends on maintaining units with sufficient soldiers with the proper 

skills, fully trained and ready to execute the mission. Attrition, on the other hand, is the Army's 

nemesis. Not only does it reduce service strength and increase personnel turbulence, but it also 

robs the service of its training investment in people who are hard to replace, especially when 

money is tight. 
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The Army's future depends on its ability to recruit, train, and retain quality people. Given 

increasing deployments and the large percentage of married soldiers, quality of life becomes a vital 

element in retaining quality personnel. Retention of quality soldiers, however, is dependent in 

large measure on sustained career satisfaction and, more importantly, soldier and family 

satisfaction with the military environment. Helping Army families balance their responsibilities to 

both family and country is important to this effort. 

Today's political, economic, and demographic circumstances require the Army to do more 

to keep its trained, professional work force.   These same pressures have already driven private 

industry—the Army's greatest competitor for personnel—to provide creative ways to assist 

parents with children to continue to work during and after pregnancy in order to keep training 

costs, workforce turbulence, and absenteeism down. 

While civilian programs are not always compatible with the military's particular needs, one 

program that could be adapted by the Army is the Coast Guard's innovative unpaid leave of 

absence designed to assist parents during the first critical year of a baby's life. With some 

modifications, the Army can have a program of its own designed to retain experienced career 

service members and targeted to the most critical retention challenges. The costs of military 

training are rising. Unit readiness for the long term is at stake. Now is the time for the Army to 

take a bold, new step. 

Words: 5,967 



24 



ENDNOTES 

1 Thomas N. Burnette, LTG, Deputy Chief of Staff for Operations and Plans, U.S. Army, 
briefing, Carlisle Barracks, PA, U.S. Army War College, 23 October 97, cited with permission of 
LTG Burnette. 

2 John M. Shalikashvili, General, National Military Strategy of the United States of 
America, Shape. Respond. Prepare Now: A Military Strategy for a New Era (Washington 
D.C.: Joint Chief of Staff, 1997), 1 

3 David K. Heebner, LTG, Assistant Vice Chief of Staff, U.S. Army, briefing, Carlisle 
Barracks, PA, U.S. Army War College, 13 October 1997, cited with permission of LTG Heebner 

4 Ibid. 
5 Burnette. 
6 William S. Cohen, Annual Report to the President and the Congress fWashington D.C.: 

Government Printing Office, April 1997), 28. 
7 Frederick E.Vollrath, LTG, Deputy Chief of Staff for Personnel, U.S. Army, "Women in 

the Army,"seminar, Carlisle Barracks, PA, U.S. Army War College, 24 October 1997,' cited with 
permission of LTG Vollrath. 

8 Ibid. 
9 Frederick E.Vollrath, LTG, Deputy Chief of Staff for Personnel, U.S. Army, briefing, 

Carlisle Barracks, PA, U.S. Army War College, 4 November 1997, cited with permission of LTG 
Vollrath. 

10 Zietta Ferris, Defense Manpower Data Center, <ferriszm@osd.pentagon.mil>."Request 
for Information." Elecation." Electronic mail message to Linda Christ inda Christ 
<christl@carlisle-emh2. army 

mil>h2.army.mil>. 3 December 1997._ United States ited States Census Bureau, "Marital 
Status of People 18 Years Old and Older, By Sex: March 1997," 29 September 1997; available 
from <http://www.bls.cencus.gov/cps/pub/1997/ m 

status.htm>; Internet; accessed 3 January 1998._ Frederick E.Vollrath, LTG, Deputyng, 
Carlisle Barracks, PA, U.S. Army War College, 4 November 1997, cited with permission of LTG 
Vollrath. 

13 Naomi Verdugo, "Army Demographics," Washington, D.C.: Department of the Army, 
Office of the Deputy Chief of Staff for Personnel, (DAPE-HR-D), 28 February 1997. 
Photocopied. 

14 Ibid. 

i" Ibid 

U.S. Department of the Army. Army Command Policy. Army Regulation 600-20. 
Washington, D.C.: U.S. Department of the Army, 30 March 1988, w/I04 17 Sep 93. 

17 George C. Wilson, "Reimer: Guarantee Deployed Soldiers Time at Home Base." The 
Army Times." 17 November 1997, p. 16. 

18 Geoff Lawrence, COL, DA PERSCOM, Aviation Branch Chief, <lawrencg@hoffman- 
emhl.army.mil>. "Request for Information on Aviation Training costs." Electronic mail message 
to Linda Christ <christl@pa.net>. 8 December 1997. 

25 



19 Andrew Compart, "Commission Makes Push for Defense Downsizing " The Armv 
limes, 20 October 1997, p. 44.   

90 
Leon J. LaPorte, MG, Assistant Deputy Chief of Staff for Operations and Plans U S 

Army, briefing, Carlisle Barracks, PA, U.S. Army War College, 4 November 1997, cited with 
permission of MG LaPorte. 

91 
Steven Komarow, "Army Mounts Barrage of Ads to Lure Recruits " USA Todav 

December 18, 1997, p. 7A. 
99 

Jean Bethke Elshtain, "Feminism and War," in Women in the Military, ed E A 
Blacksmith (New York: H.W.Wilson Company, 1992), 136. 

23 Presidential Commission on Assignment of Women in the Armed Forces, Women in 
Combat. Report to the President (Washington, D. C.: Brassey' s) 1992 15 

24 Ibid. 
25 

Ellen C. Collier, "Women in the Armed Forces." (Washington, D.C.:Congressional 
Research Service, The Library of Congress, 1992), CRS-9. 

26 Anne Summers, "Pat Schroeder: Fighting for Military Moms," in Women in the 
Military, ed. E.A. Blacksmith (New York: H.W. Wilson Company 1992) 130 

27 Collier, CRS-9. 

William S. Cohen, Secretary of Defense. "Integration of the Reserve and Active 
Components." Memorandum for Secretaries of the Military Departments  Washington D C   4 
September 1997. =>>••, 

. Gary C. Wattnem, BG, Commander, 3d Corps Support Command, U.S. Army 
Reserve. Interview by author, 8 October 1997, Carlisle Barracks, PA. 

30 Tranette Ledford, "Pilot Program Would Place 100 Reservists in Active Army Units " 
The Armv Times 8 December 1997, p. 24 

Karla Browne, "The Healthy Choice: Breast Feeding," Carlisle (PA) Sentinel 5 
October 1997, sec D, p. 1. 

32 
American Academy of Pediatrics, "New Recommendation: Moms Should Nurse for a 

Year," 2 December 1997; available from <http://www.abcnews.com/sections/living/ 
breastfeed 1202/index.html>;Internet;accessed 3 December 1997. 

33 Department of the Army, Standards of Medical Fitness Army Regulation 40-501 
(Washington, D.C.: U.S. Department of the Army, 30 August 1995), 47. 

J4 Nick Adde. "Cuevas Let Go from Army." The Armv Times- 27 October 1997, p. 8. 
Brian Mitchell, Weak Link: The Feminization of the American Military (Washington 

D.C.:Regnery Gateway, 1989), 167. ' 
36 Sean Byrne, COL, <byraes@hoffman-emhl.army.mil>. "PCS $s." Electronic mail 

message to Linda Christ <christl@pa.net> or <christl@carlisle-emh2.army mil> 5 December 
1997. 

Women comprise 5 percent of the Spanish Army and serve in all branches including 
combat arms. Spain offers to either or both parents paid leave of 4 months, before, during or° 
after the birth of the baby or one year unpaid leave to one parent. The Czech Republic hat several 
hundred women m all but the combat arms. Women receive one year paid leave and are replaced 
in the unit. There are no limits on the number of times a woman may take a paid maternity leave 
Until the child is 15 years old, the mother cannot be scheduled night or field duty  Under current 
policy, Canadian women, who make up 10.7 percent of the force, may take up to six months leave 

26 



without pay, of which a portion is compensated by unemployment benefits. Turkey offers nine 
weeks paid maternity leave or one year unpaid leave. 

38 United States Military Academy, "Procedures and Instructions in Cases of Cadet 
Pregnancies," Policy Memorandum Number 21-96. United States Military Academy, West Point, 
New York, 26 September 1996. 

39 Ibid. 
40 Department of Transportation. U.S. Coast Guard Personnel Manual. Commandant 
Instruction Manual 1000.6A Washington, D.C.: U.S. Coast Guard, no date, Section 12- 
D-5. 
41 Mark Meiczinger, SCPO, <mmeiczinger@comdt.uscg.mil>, "FW:CNC Request for 

Information," electronic mail message to Linda Christ <christl@pa.net>, 30 December 1997. 
42 Leslie Ryan, Lieutenant <lryan@comdt.uscg.mil>. "Thanks for the Stats." Electronic 

mail message to Linda Christ <christp@pa.net>. 24 October 1997. 
43 Leslie Ryan, Lieutenant <lryan@comdt.uscg.mil>. "FW: CNC." Electronic mail 

message to Linda Christ <christl@pa.net> 1 October 1997. 
44 Leslie Ryan, <lryan@comdt.uscg.mil> "Coast Guard CNC Policy." Electronic mail 

message to Linda Christ <christl@pa.net> 29 September 1997. 
45 Defense Equal Opportunity Management Institute. Semiannual Race/Ethnic/Gender 

Profile of the Department of Defense Forces. The United States Coast Guard, and department of 
Defense Civilians. Statistical Series Pamphlet No. 97-2t (Patrick Air Force Base, FL: DEOMI, 
March 1997), 17 and Mark Meiczinger. 

27 



28 



BIBLIOGRAPHY 

American Academy of Pediatrics. "New Recommendation: Moms Should Nurse for a Year." 2 
December 1997. Available from <http://www.abcnews.com/sections/living/ 
breastfeed 1202/index.html>. Internet. Accessed 3 December 1997. 

Adde, Nick. "Cuevas Let Go from Army." The Army Times: 27 October 1997, p. 8. 

Barneby, Mary Rudie and Jennifer Kelly. "A Pension Gap for Women." The New York Times- 
August 31, 1997, sec. Ill, p. 12. 

Blacksmith, E.A., ed. Women in the Military New York: The H.W. Wilson Company, 1992. 

Browne, Karla. "The Healthy Choice: Breast Feeding." Carlisle (PA) Sentinel October 5, 1997, 
sec. D, p. 1. 

Burnette, Thomas N, LTG. Deputy Chief of Staff for Operations and Plans, U.S. Army. 
Briefing. Carlisle Barracks, PA, U.S. Army War College, 23 October 1997. Cited with 
permission of LTG Burnette. 

Byrne, Sean, COL<byraes@hoffinan-emhl.army.mil>. "Subject." Electronic mail message to 
Linda Christ <christl@pa.net>. date of msg. 

Cohen, William S. Annual Report to the President and the Congress. Washington, D.C.: 
Government Printing Office, April 1997. 

Integration of the Reserve and Active Components." Memorandum for Secretaries of 
the Military Departments. Washington, D.C., 4 September 1997 

Collier, Ellen C. "Women in the Armed Forces." Washington, D.C.: Congressional Research 
Service, The Library of Congress, 1992. 

Compart, Andrew. "Commission Makes Push for Defense Downsizing." The Army Times 20 
October 1997, p. 44. 

Defense Equal Opportunity Management Institute. Semiannual Race/Ethnic/Gender Profile of the 
Department of Defense Forces. The United States Coast Guard, and Department of 
Defense Civilians. Statistical Series Pamphlet No. 97-2. Patrick Air Force Base FL" 
DEOMI, March 1997. 

Devilbliss, M. C. "Women and Military Service, A History, Analysis, and Overview of Key 
Issues." Maxwell Air Force Base, AL: Air University Press, November 1990. 

Elshtain, Jean Bethke. "Feminism and War." In Women in the Military, ed. E. A. Blacksmith 

29 



132-137. New York: The H.W. Wilson Company, 1992. 

Harrell, Margaret C. and Laura L. Miller. "New Opportunities for Military Women: Effects 
Upon Readiness, Cohesion, and Morale." RAND Restricted Draft DRR 1653/3-OSD 
RAND: RAND, July 1997. 

' Heebner, David K, LTG. Assistant Vice Chief of Staff, U.S. Army. Briefing. Carlisle Barracks 
PA, U.S. Army War College, 13 October 1997. Cited with permission of LTG Heebner.' 

Horowitz, David. "The Feminist Assault on the Military." In Women in the Military ed E A 
Blacksmith, 138-145. New York: The H.W. Wilson Company, 1992. 

Katz-Stone, Adam. "'Maternity Leave' Program Scores 76% Return Rate " Navy Times 
September 2, 1996, 18. 

Korarow, Steven. "Army Mounts Barrage of Ads to Lure Recruits." USA Today December 18 
1997, 7A. 

Landrum, Cecil S. "The Conflicts Surrounding Family and Children versus Mission 
Responsibilities, What are the Impacts on Readiness?" Alexandria, VA: Defense 
Technical Information Center, Defense Logistics Agency, May 1979. 

LaPorte, Leon I, MG. Assistant Chief of Staff for Operations and Plans, U.S. Army. Briefing 
Carlisle Barracks, PA, U.S. Army War College, 4 November 1997. Cited with permission 
of MG LaPorte. 

Meiczinger, Mark, SCPO <mmeiczinger@comdt.uscg.mil>. "FWCNC Request for 
Information." Electronic mail message to Linda Christ <christl(a>pa net>   30 December 
1997. 

Mitchell, Brian. Weak Link: The Feminization of the American Military  Washington, D.C.: 
Regnery Gateway, 1989. 

Morden, Bettie J. The Women's Army Corns. 1945-1978   Washington, D.C.: Center of Military 
History, United States Army, 1990. 

Presidential Commission on the Assignment of Women in the Armed Forces. Women in Combat. 
Report to the President. Washington, D.C.: Brassey's, 1992. 

Rogan, Helen. Mixed Company: Women in the Modern Armv. New York- Putnam's Sons 
1981. 

Ryan, Leslie, Lieutenant, U.S. Coast Guard, Assistant Gender Policy Advisor, 
<lryan@comdt.uscg.mil>. "Coast Guard CNC Policy." Electronic mail message to Linda 
Christ <christl@pa.net>. 29 September 1997. 

30 



 <lryan@comdt.uscg.mil>. "FW: CNC." Electronic mail message to Linda Christ 
<christl@pa.net>. 1 October 1997. 

 <lryan@comdt.uscg.rnil>. "Thanks for the Stats." Electronic mail message to Linda 
Christ <christp@pa.net>. 24 October 1997. 

Schneider, Dorothy and Carl J. Sound Off! American Military Women Speak Out. New York: 
E. P. Dutton, 1988. 

Shalikashvili, John M., General. National Military Strategy of the United States of America- 
Shape, Respond, Prepare Now: A Military Strategy for a New Era. Washington, D.C.: 
Joint Chiefs of Staff, September 1997. 

Stiehm, Judith Hicks. Arms and the Enlisted Woman. Philadelphia: Temple University Press, 
1989. 

Summers, Anne. "Pat Schroeder: Fighting for Military Moms." In Women in the Military, ed. 
E.A. Blacksmith, 129-132. New York: The H.W. Wilson Company, 1992. 

Treadwell, Mattie E. The Women's Army Corps. Washington, D.C.: Office of the Chief of 
Military History, 1954. 

U.S. Census Bureau. "Marital Status of People 18 Years Old and Older, By Sex: March 1997." 
29 September 1997. Available from <http://www.bls.cencus.gov/cps/pub/1997 
/m_status.htm>; Internet; accessed 3 January 1998. 

U.S. Department of the Army. Army Command Policy. Army Regulation 600-20. Washington, 
D.C.: U.S. Department of the Army, 30 August 1995, with 104 17 Sep 93. 

 . Standards of Medical Fitness. Army Regulation 40-501. Washington, D.C.: U.S. 
Department of the Army, 30 August 1995. 

U.S. Department of Transportation. U.S. Coast Guard Personnel Manual. Commandant 
Instruction Manual 1000.6A, Washington, D.C.: U.S. Coast Guard, date. Section. 
12-D-5. 

United States Military Academy. "Procedures and Instructions in Cases of Cadet Pregnancies." 
Policy Memorandum Number 21-96. United States Military Academy, West Point, New 
York, 26 September 1996. 

Verdugo, Naomi. "Pregnancy and Childbearing among Army Soldiers." Washington, D.C.: 
Department of the Army, Office of the Deputy Chief of Staff for Personnel (DAPE-HR- 
D), 5 Aug 96. Photocopied. 



Vollrath, Frederick E., LTG. Deputy Chief of Staff for Personnel, U.S. Army. Briefings   Carlisle 
Barracks, PA, U.S. Army War College, 24 October 1997 and 4 November 1997   Cited 
with permission of LTG Vollrath. 

Wattnem, Gary C, BG, U.S. Army Reserve, Commander, 3d Corps Support Command 
(CONUS). Interview by author, 8 October 1997, Carlisle Barracks, PA. 

Wilson, George C "Reimer: Guarantee Deployed Soldiers Time at Home Base " The Army 
Times. 17 November 1997, p. 16. 

32 


